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Abstract 


The topic of knowledge management is one of the most popular research areas not on a theoretical, but 
on a practical level as well. Researchers report on newer and newer research results, still readers might 
have a feeling that something was missing from the complete picture. The aim of this paper is to give a 
panorama about the practical application of knowledge management systems (KMS) in Hungarian com- 
panies to show the solutions, tools which cause the most problems during the realization of the steps of a 
KMS building. The results of the qualitative surveys (which are presented on the basis of the well-known 
Probst model) show that in spite of any initiations, there are no well - operated knowledge management 
systems of the companies which operate according to theoretical models. As the research has realized, the 
biggest problem is that the leaders try to carry out and to put into practice KM initiations by imperfect 
theoretical and unprepared managerial knowledge. That is why these initiations will be failed or will not 
bring in suitable outcomes. The results of this survey are a great help to build a KMS, to repair an existing 
system or to apply new methods and tools. 
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style model. 
Introduction 


Though people are glad that after 10 years’ of uncertain, sometimes uncomprehending 
search there is not a single company in Hungary which has not heard of the possibility to build 
a knowledge management system, it does not mean anybody should be satisfied. Most — big and 
multinational - companies admit that they have a knowledge management system or a knowl- 
edge management strategy, their system is being built, but experience shows that these systems 
or ideas cannot work (Bencsik, 2013). 

In earlier papers and books the results of investigations have reported, (Bencsik 2009; 
2011; 2012) but now the results will be shown from a different aspect. On behalf of understand- 
ing and seeing, the logic of knowledge management system, the results of the surveys - which 
were conducted on the basis of the most popular Probst model (Probst et al. 2006)—should be 
made understandable for each reader that the summary of the model is essential. 


Problem of Research 


According to a classical interpretation to manage human knowledge (to manage and 
exploit knowledge) means every activity which has an aim to map, to collect, to systematize, to 
share, to develop and to exploit the accumulated, documented implicit knowledge, professional 
skills and experience effectively. This definition determines an activity-series which represents 
the management of knowledge as a cyclical process. This cyclical process is advanced, devel- 
oped and it turns back to its own starting point to ensure a continuous way of thinking and to 
care about sustainability of the operation of the model (Davenport, 1996; Gholami, 2013). 
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The above mentioned well-known Probst model (Probst et al. 2006) consists of eight ele- 
ments which follow a logic and which are in close connection with each other. See below: 

It is a righteous demand of companies to possess an exact and a reliable review of any 
kind of knowledge needed to realize their strategy (to determine knowledge priority/goals) and 
to know if this knowledge is available right now in their organizations or not (knowledge iden- 
tification). On the one hand, companies have to analyse the data-, information- and knowledge 
processes to identify the existing knowledge and these processes have to be evaluated by orga- 
nizations, if they are suitable for the requirements of companies or not. On the other hand, the 
data-, information-, knowledge demands have to be determined on the basis of process analysis 
(Probst & Raub & Romhardt, 2006). 

Knowledge acquisition can occur in formal or informal way, too. According to Daven- 
port and Prusak (2001) informal networks are more accurate, but personal relationships are de- 
manded. At the same time as knowledge spreads from mouth to mouth, these networks establish 
the basis of successful knowledge changing that 1s the trust. 

To collect knowledge is not enough, because to get a real competitive advantage for 
companies via the help of knowledge management, knowledge has to be developed for personal 
and on an organizational level as well. 

The aim of knowledge sharing/distribution is to multiply knowledge inside the compa- 
nies. Knowledge sharing consists of two parts: to transmit and to absorb knowledge by a person 
or a group. If the knowledge receiver does not receive knowledge, knowledge sharing cannot 
be realized. (Tomka, 2009). 

Knowledge application has to ensure that the knowledge is used productively and it is 
used to increase the efficiency of companies. It is the main aim of knowledge management idea. 
If companies do not use knowledge, all the efforts are in vain (Sule & Foldesi & Botzheim, 
2011). 

Knowledge storing means to ensure that the identified, acquired, developed, shared and 
used knowledge should be made available for employees in the future as well. Continuous, 
regular and conscious actualization, updating and a data protection belongs here instead of un- 
warranted penetrating. This step includes phases of fixing, systematizing, storing and refreshing 
(Ercsey, 2011). 

The last element is a knowledge assessment / control which is not in the focus of com- 
panies. Namely, those things/results that cannot be measured exactly, those things/results are 
not too important for companies. Knowledge assessment verifies reaching strategic goals and it 
makes the changing of organizational knowledge visible (Probst et al., 2006). 

The elements of knowledge management system have to be investigated from a system 
viewpoint consideration with connections. To operate a knowledge management system in a 
company in an effective way, a knowledge based culture 1s indispensable which is influenced by 
a trust based atmosphere. Such motivation and other systems have to be formed which incline 
employees to share their knowledge, to work and to think together naturally (Senge, 2006). 

In the next chapter the logic of the Probst model will be followed. On the basis of the 
model the main obstructive facts will be shown which make to build and to operate the knowIl- 
edge management systems impossible in the practice of Hungarian companies. 


Research Focus 


The topic of knowledge management is one of the most popular research areas not on 
a theoretical, but on a practical level as well. People find papers, dissertations, etc. every day, 
which reports on newer and newer research results, still readers might have a feeling that some- 
thing was missing from the complete picture. Earlier published papers (Sabherwal & Becerra- 
Fernandez, 2003; Leibold, & Probst, & Gibbert, 2007; Maier, 2007) report on the general prob- 
lems of separated steps of knowledge management systems, especially on knowledge sharing 
problems (Abou-Zeid, 2002; Probst, 1998; Mertins, & Heisig, & Vorbeck, 2003). But there is 


ISSN 2029-6932 


PROBLEMS 
OF MANAGEMENT 


IN THE 21"*'CENTURY 
Vol. 9, No. 1, 2014 





PROBLEMS 
OF MANAGEMENT 


IN THE 21" CENTURY 
Vol. 9, No. 1, 2014 





Andrea BENCSIK. Why Do Not Knowledge Management Systems Operate? 


not a complete survey about operation of knowledge management systems in Hungarian com- 
panies. This survey remedies a deficiency and its results will be interesting not only in Hungary 
but in different countries as well. 

This paper summarizes the essence of the earlier surveys which were conducted on the 
application of a knowledge management system in Hungarian practice. This paper strives to 
reveal the problems in the background and the ones which originate from the lack of Hungarian 
cultural and economic conditions, from the ethical and moral connections which appear in the 
companies. 


Methodology of Research 
General Background of Research 


Investigation of knowledge management systems and their practice in the Hungarian 
companies, the used methods and tools, their connections with other processes in the companies 
were continued between the years 2006 and 2013. These researches were run with different 
goals and focuses in more instalments. Methods of the investigations were qualitative and/or 
quantitative technics. In this paper the results of the latest qualitative research will be shown. 

The investigation was conducted with the participation of 43 companies. Companies 
were collected from every area of the Hungarian economy, but this sample is not representative. 
It does not conform to the composition of the Hungarian economy from the view of sector, size 
or ownership relations. But on the basis of the sample size we can take an overall characteriza- 
tion of knowledge management systems building and functioning. 

The size and operational area of the investigated companies are listed below. (Table 1). 


Table 1. Size and operational area of the investigated companies. 


Size 
Investigated companies Number 

Big/multinational SME 
Manufacturing companies 31 15 16 
Financial institutions 3 3 
Service companies 4 3 1 
Government institutions o 3 2 
sum 43 24 19 

Sample of Research 


In the research the investigated units were Hungarian SMEs, in given situations big/ 
multinational companies, profit oriented and non-profit organizations. The investigation of the 
organizations helps to get a comprehensive view of the application of best practice or the least 
used practice of initiation and management of knowledge management systems (Miles & Hu- 
berman, 1994), 

To have a representative sample was not an aim in that case. In the selection of the 
sample’s elements the aim was to have a many-coloured sample, therefore a judged sampling 
was used. The interviewed people were chosen from the circle of high leaders’ level (Malhotra, 
2008). 
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Instrument and Procedures 


On behalf of a possibility of approximately equal evaluation, an in advance fixed logic 
was used to appraise and to analyse leaders’ opinions. From this logic there were not deviations, 
only sometimes and slightly in certain cases (according to a given situation). The steps of the 
survey were: 

1. On the basis of interviewed people, of information and of first intuitions a generally 
characteristic picture was determined about the sample. 

2. Analysis of information, relationships, connections and determination of deviations 
which were obtained answers (from the questions/steps of the Probst model). 

Qualitative methods serve the understanding in the first place and they are based on rela- 
tively small samples. In these researches the necessary information could have been acquired 
by direct methods, therefore deep interviews and focus groups were used (Malhotra, 2008). 

In a given situation the advantages of teamwork were preferred or in other situations 
individual opinions were in the focus. The logic of interviews was fixed in advance. This way 
we limited areas which were important to reveal. (The questions were determined by the steps 
of the Probst model). 


Data Analysis 


During the evaluation of the results (text analysis of interviews), the outcomes of the 
earlier quantitative (diagnostic) researches were kept in view. This way the consequences of 
personal effects of qualitative investigations were managed in the course of formulation of 
conclusions. 

The results, the formulated conclusions are completed in the following chapters with 
personal experience of colleagues who participated in this research. 


Results of Research 


According to the above mentioned logic, the steps of the model (Probst et al., 2006) 
serve a basis to summarize our practical experience. See the relationships of the model steps. 
(Figure 1) 


Feedback 
Knowledge Goals <———_——— Knowledge Assessment 
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Figure 1: Relationships of Probst model steps (Probst et al, 2006). 
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As it 1s shown, the steps of the model build on each other and there are connections 


among them. It projects a demand in advance, namely leaders have to be capable of recogniz- 

ing, seeing and keeping in view these connections continuously. In the following eight points 

(eight steps of the Probst — model) some problems will be shown which originate from leaders’ 

interviews. 

1. Knowledge priorities/goals. These goals come from companies’ strategies. (Polanyi 2009). 
What kind of problems can be realized in this area? (The problems below are listed on the 
basis of leaders’ answers.) 


In most cases the practice shows that in case of SMEs there is not a strategy at all 
(Bencsik 2011). There is none and they do not want to deal with it. Their aim is 
survival, to this it is not necessary to have a strategy, just shrewdness. The smallest 
companies do not find it important to think at a strategic level, the leaders of these 
companies do not have enough knowledge or preparedness to prepare any. That com- 
pany, which understands the importance of a strategy, does not have enough money 
to finance an expert to prepare a strategy. 


In cases of big/multinational companies the lack of a strategy is rarely characteristic. 
In their case the strategic ideas come from a high level and they cannot reach the suit- 
able levels. Very often occurring problem that leaders at different levels do not agree 
with the higher ideas. That is why their own interests overwrite the central ideas and 
other strategic aims will be in their focuses. 


2. Knowledge identification. If the previous phase is missing, this step is non-existing (Daven- 
port/Prusak 2001; Lakatos 2005). During the survey more typical solutions were found. 


If there 1s no strategy, there is no next step (identification) and companies try to fit 
the requirements of present, try to keep their quality and quantity at the same level. 
They do not develop, they do not overstep. As long as the market has a demand, the 
presence of products or services, companies can operate (live from day to day), but 
their further luck is the question of the future. 


In case of big/multinational companies the most frequent deficiencies are that it is not 
known what kind of knowledge is inside the company. Leaders know the prepared- 
ness of their employees generally but there are reserves in all cases. It means that they 
do not have knowledge or competence maps, they do not have an up-to-date, reach- 
able, exact database about the inside useable knowledge. 


3. Possibilities of acquiring the missing knowledge (Bencsik 2009; 2011; 2013). In this re- 
search leaders mentioned the following problems. 


There is a big problem independently from the financial possibilities that there is no 
real selection of applicants (Corruptions and protections). 


The other possibilities of knowledge acquisition are — beyond the standard solutions 
- unfair methods mentioned by leaders. For example corruptible or seduceable col- 
leagues, stolen ideas, buying up companies or bringing companies to ruin. 


4. Knowledge development/generation. (Bencsik 2009; Bencsik et al. 2009; Ratten/Suseno, 
2006) The problems were mentioned in the following forms. 


There is no money to teach and to train employees. It is a characteristic and a return- 
ing financial problem of SMEs; 
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e Companies do not know what should be developed. If they do not have a strategy or 
a vision, they do not know how to prepare for the requirements of the future; 


e Itis possible that anew employee brings new, better, higher level knowledge into the 
organization, but the existing staff does not want to accept it, they are not interested 
in this new knowledge, they do not want to know what is useful and what should be 
inbuilt into their processes. 


5. The most critical phase of a knowledge management system is to create of conditions and 
possibilities of knowledge sharing/distribution. (Probst et al. 1999; Bencsik 2013; Kiss 
2009; Szerb 2008; Tjakraatmadja et al. 2011). Here are some mentioned problems. 


e Inregard of employees’ knowledge sharing the generally experienced behaviour and 
practice are summarized in two words. No Way! Declarations were collected from 
women who started their maternity leaves and from employees who changed their 
positions that they are not interested in a complete knowledge sharing. If a new col- 
league is better in a sphere of activity, they do not have a possibility to turn back from 
the maternity leave or from abroad, etc. 


e Incases of the finally leaving employees the interviewed leaders reported about such 
situations as evacuated accounts, deleted winchester, eliminated documents, discour- 
aged customers etc. 


6. Knowledge has to be structured and fixed/stored in the organizational memory, the neces- 
sary information has to be reachable for everybody (Lakatos 2005; Lengyel 2005; Farkas 
2013; Chu et al. 2011). An interesting answer is below. 


e Most companies deal with IT very seriously. Huge amounts of money are spent to 
develop and to adapt new versions again and again, they use the best informatics 
solutions. Too much information is the same problem as insufficient knowledge. Em- 
ployees are covered with unrequested emails, data, unnecessary information and they 
cannot decide what is important or what is to be ignored. 


7. Knowledge application (Probst 1998; Raisch et al. 2010). A mentioned critical problem is 
here. 


e Itis very difficult to assess how much an employee could be developed during a train- 
ing or teaching. But it is much more difficult to assess how an employee builds this 
knowledge into his/her everyday work. (It 1s especially difficult to measure the de- 
velopment and growing of knowledge in case of soft skills, for example, in case of a 
communications training, teamwork, conflict management, personality development, 
etc.). As the development of these knowledge elements is tackled with difficulties, 
the consequences of their usage or the lack of their application is measured 1n a more 
troublesome way. 


8. Knowledge assessment is a feedback to employees and to leaders, too. How does the knowl- 
edge fit the strategy, can the company do justice to the long term goals by using this knowl- 
edge? (Phipps & Prieto 2012; Bencsik 2013). Some experience from the interviews is be- 
low. 


e The interviewed leaders mentioned a single possibility only in this step of the Probst 
model which is the performance appraisal. The application of this method 1s not char- 
acteristic in case of SMEs, but in case of big/multinational companies it is a regularly 
used and an indispensable tool. 
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e Acompany’s leader said that assessment is not really acceptable if it is not based on 
real performance, knowledge utilizing. In most cases there is no any consequence of 
the appraisal, (except for personal conflicts or insults) therefore this method is not 
handled seriously by employees or leaders. 

Discussion 


Previous papers have reported on launching of KM systems in different companies, (L1- 
Su & Quaddus & Rowe, 2011; Denford & Yolande, 2011; Schiuma & Lerro, 2011) on failed 
or successful KM projects, (Bhandar, 2010; Gokmen, 2011) but about general experience on 
the basis of Probst model - like in this paper - researches have not been found. (Rasoulinezhad, 
2011; Edwards, 2011; Magnier-Watanabe & Benton & Senoo, 2011). Typically, about investi- 
gation of one or the other KM steps, methods, tools, their successful or less successful appli- 
cation, or about different launched KM systems which have different logic, there are available 
sources (Lech, 2011; Eggs, 2012; Massaro & Bardy & Pitts, 2012). As practical survey results 
could not have been found in the scientific literature about samples of numerous concerned 
companies - like in this research -, supposedly this paper can be a great support for companies 
which endeavour to operate a KM system. 

The above summarized leaders’ opinions originate from the qualitative surveys which 
were continued with the participation of SMEs, big/multinational companies, institutions, etc.. 
On the basis of eight - steps Probst model this research investigated the problems of knowledge 
management system building in the companies. In this paper a small segment of the results was 
shown only, but you have to know that these problems appear in most Hungarian companies. 
These problems hinder their initiations to create a well-operated knowledge management sy- 
stem building. 

Referring to the above highlighted eight phases of the Probst-style model, there is a short 
summary below: 

e Knowledge goals/priorities: slightly characteristic, imperfect, lash of interest 
among managers; 

e Knowledge identification: slightly characteristic, if there is no strategy, 1t makes 
no sense; 
Knowledge acquisition: cultural, moral, ethical, economic problems appear; 
Knowledge development/generation: companies do not know what should be de- 
veloped, they do not see their interests, they do not spend money on it; 

e Knowledge sharing/distribution: next to impossible to ensure, only the force can 
operate; 

e Knowledge application: automatic expectation without control, it does not fill its 
role; 

e Knowledge storing: too many IT 1s a disadvantage rather than an advantage; 
Knowledge assessment: slightly characteristic, there is no shaped methodology. 


Conclusions 


People have to know that there are expectations in each situation. Researchers have 
found good solutions, pleasant atmosphere in workplaces, but generally this style is not char- 
acteristic. In addition, this paper aims to show main problems, not best practices. This research 
wanted to open minds and eyes to realize that there is no interest in investing money and time it 
is an unnecessary endeavour, if a leader recognizes the above shown problems in his/her com- 
pany. Firms, businesses, companies need to have leaders and managers who have professional 
knowledge to initiate a knowledge management system building consciously. 

In this paper a small segment of the results was shown only, but you have to know that 
these problems appear in most companies. These problems hinder their initiations to create a 
well-operated knowledge management system building. 
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To build and operate a knowledge management system is not too easy. As the above 
shown problems project, our companies have not prepared themselves for this economic chal- 
lenge. Our managers have to learn a lot, how to form a suitable knowledge centred strategy, 
how to acquire the best employees with the best knowledge and how to handle them due to en- 
sure a supporting atmosphere. To realize these challenges the most important task is to form an 
organizational culture which supports knowledge sharing and common work. With these tools 
a well-operated system can be realized and the most important knowledge will be preserved in 
the company. The leaders have to see and understand that this way might lead to success in the 
market. 


References 


Abou-Zeid, E. S. (2002). A knowledge management reference model. Journal of Knowledge Management, 
6, 5, 486-499. 

Bhandar, M. (2010). A framework for knowledge integration and social capital in collaborative projects. 
Electronic Journal of Knowledge Management, & (3), 267 — 280. 

Bencsik, A. (2009). A tudasmenedzsment emberi oldala. Miskolc, Hungary: Z-Press Kiado. 

Bencsik, A. (2011). Small and Silly? Or hidden pitfall for small and medium-sized enterprises. Saarbrucken, 
Germany: LAP Lambert Academic Publishing 

Bencsik, A. (2012). Change, project, knowledge - Symbiosis of change and project management to build 
a knowledge management system Saarbrucken, Germany: LAP Lambert Academic Publishing 

Bencsik, A. (2013). Best practice a tudasmenedzsment rendszer kiépitésében, avagy Tudasmenedzsment 
kézikonyv menedzserek szamara. Harlow, Essex, UK: Pearson Publishing 

Chu, S. K. W., & Chan, K. H., & Yu, K. Y., & Ng, H. T., & Wong, W. K. (2011). An empirical study of 
the impact of intellectual capital on business performance. Journal of Information & Knowledge 
Management, 10 (1), 11-21. 

Davenport, T. H., & Prusak, L. (2001). Tudasmenedzsment. Budapest, Hungary: Kossuth Kiado. 

Davenport, T. H. (1996). The future of knowledge management. C/O, 9, 5, 30-31. 

Denford, J. S., & Yolande, E. Ch. (2011). Knowledge strategy typologies: Defining dimensions and 
relationships. Knowledge Management Research & Practice, 9, 102-119. 

Edwards, J. (2011). A process view of knowledge management: It ain’t what you do, it’s the way that you 
do it. Electronic Journal of Knowledge Management 9, 4, 297-306. www.ejkm.com 

Eggs, C. (2012). Trust building in a virtual context: Case study of a community of practice. Electronic 
Journal of Knowledge Management, 10 (3), 212-222. 

Ercsey, I. (2011). Modszertani kihivasok a szubjektiv életminéség vizsgalataban. In: Marketing Oktatok 
Klubja 17. Orszagos Konferencia, Felel6s marketing, Pécs, Hungary: Pécsi Tudomanyegyetem 
Kozgazdasagtudomanyi Kar. 

Farkas, F. (2013). Valtozasmenedzsment elmélete és gyakorlata. Budapest, Hungary: Akadémiai Kiado. 

Gholami, M. H., & Asli, M. N., & Nazari-Shirkouhi, S., & Noruzy, A. (2013). Investigating the influence 
of knowledge management practices on organizational performance: An empirical study. Acta 
Polytechnica Hungarica, 10 (2), 205-2016. 

Gokmen, A. (2011). The effect of knowledge management, technological capability and innovation on the 
enterprise performance: A comprehensive empirical study of the Turkish textile sector. Journal of 
Information & Knowledge Management, 10 (1), 1-10. 

Kiss, I. (2009). Erzelmi intelligencia Csengész6: médszertani folyoirat tanitoknak, 17 (4), 34-37. 

Lakatos, Gy. (2005). Az emberi toke: az Onismeret gazdasagtana. Budapest, Hungary: Balassi Kiado. 

Lech, P. (2011). Knowledge transfer procedures from consultants to users in ERP implementations. 
Electronic Journal of Knowledge Management, 9 (4), 318-327. 

Leibold, M., Probst, G. J., & Gibbert, M. (2007). Strategic management in the knowledge economy. 
Milton, Australia: John Wiley & Sons. 

Lengyel, B. (2005). Triple Helix kapcsolatok a tudasmenedzsment szemszogébol. Szeged, Hungary: 
JATEPress. 

Li-Su, H., & Quaddus, M., & Rowe, A. L. (2011). An investigation into the factors affecting knowledge 
management adoption and practice in the life insurance business. Knowledge Management 
Research & Practice, 9, 58-72. 


ISSN 2029-6932 


PROBLEMS 
OF MANAGEMENT 


IN THE 21"'CENTURY 
Vol. 9, No. 1, 2014 





PROBLEMS 
OF MANAGEMENT 


IN THE 21" CENTURY 
Vol. 9, No. 1, 2014 





Andrea BENCSIK. Why Do Not Knowledge Management Systems Operate? 


Magnier- Watanabe, R., Benton, C., & Senoo, D. (2011). A study of knowledge management enablers 
across countries. Knowledge Management Research & Practice, 9, 17-28. 

Maier, R. (2007). Knowledge management systems: Information and communication technologies for 
knowledge management. Berlin Heidelberg, Germany: Springer. 

Malhotra, N. K. (2008). Marketingkutatas. Budapest, Hungary: Akadémiai Kiado. 

Massaro, M., Bardy, R., & Pitts, M. (2012). Supporting creativity through knowledge integration 
during the creative processes. A management control system perspective. Electronic Journal of 
Knowledge Management 10 (3), 258-267. 

Mertins, K., Heisig, P., & Vorbeck, J. (Eds.). (2003). Knowledge management: concepts and best practices. 
Berlin Heidelberg, Germany: Springer. 

Phipps, S. T. A., & Prieto, L. C. (2012). Knowledge is power? An inquiry into knowledge management, 
its effects on individual creativity, and the moderating role of an entrepreneurial mindset. Academy 
of Strategic Management Journal, 11 (1), 43-57. 

Polanyi, M. (2009). The Tacit Dimension Chicago, USA: University of Chicago Press. 

Probst, G. J. (1998). Practical knowledge management: A model that works. Massachusetts, USA: Prism- 
Cambridge. 

Probst, G., Raub, S., & Romhardt, K. (2006). Wissen Managen, Wie Unternehmen ihre wertvollste 
Ressource optimal nutzen. Wiesbaden, Germany: Gabler GmbH. 

Probst, G., Raub, S., & Romhardt, K. (1999). Managing knowledge: Building blocks for success. Canada, 
USA: Whiley 

Raisch, S., Probst, G., & Gomez, P. (2010). Wege zum Wachstum. Wie Unternehmen nachhaltig profitables 
Wachstum erzielen. Wiesbaden, Germany: Gabler/SGO. 

Rasoulinezhad, E. (2011). Measuring the role of knowledge management processes in the commercial 
banks of Iran. Electronic Journal of Knowledge Management 9 (4), 353-364. 

Ratten, V., & Suseno, Y. (2006). Knowledge development, social capital and alliance learning. The 
International Journal of Educational Management, 20, 1, 60-72. 

Sabherwal, R., & Becerral/Fernandez, I. (2003). An empirical study of the effect of knowledge 
management processes at individual, group, and organizational levels. Decision sciences, 34 (2), 
225-260. 

Schiuma, G., & Lerro, A. (2011). Managing knowledge assets in a complex business landscape: the 
relevance of emotive knowledge. Knowledge Management Research & Practice, 9, 279-285. 

Senge, P. (2006). The fifth discipline: The art and practice of the learning organization. New York, USA: 
Doubleday/Currency 

Stile, E., Foldesi, P. & Botzheim, J. (2011). Representation of loss aversion and impatience concerning 
time utility in the supply chain. In: Watada, J., Phillips-Wren, G., Jain, L. C., & Howlett, R. 
J. (Eds.), Proceedings of the 3rd International Conference on Intelligent Decision Technologies 
Series: Smart Innovation, Systems and Technologies, 10, 273-282. Piraeus, Greece: Greece, 
Piraeus University. 

Szerb, L. (2008). A hazai kis- és kozépvallalkozasok fejl6dését és novekedését befolyasolo tényezok a 
2000-s évek k6zepén Vallalkozas és Innovacio, 2,1-35. 

Tjakraatmadja, J. H., Martini, L., & Anggoro, Y. (2011). Knowledge sharing in small and medium 
enterprises, a case study of creative clothing industry in Bandung. Tech Monitor, 7-8, 29-35. 

Tomka, J. (2009). A megosztott tudas hatalom Budapest, Hungary: Harmat Kiado. 














Advised by Zoltan Szegedi, Széchenyi Istvan University Gyor, Hungary 


Received: January 17, 2014 Accepted: March 31, 2014 


Andrea Bencsik Professor at the Szechenyi Istvan University Gyr, Hungary; 
Professor at the J. Selye University, Komarno, Slovakia 


E-mail: bencsik.andrea@yahoo.com 
Website: http://uni.sze.hu 





ISSN 2029-6932 


